Relevance, Challenge and Motivation: The ingredients of a novel managerial development program by Hart, Gail et al.
This is the author’s version of a work that was submitted/accepted for pub-
lication in the following source:
Hart, Gail, Austen, Gaynor M., Cochrane, Tom G., Daniel, Robyn L., The-
lander, Neil, & Tweedale, Robyn (2005) Relevance, Challenge and Motiva-
tion: The ingredients of a novel managerial development program. Inter-
national Journal for Academic Development, 10(1), pp. 47-57.
This file was downloaded from: http://eprints.qut.edu.au/1208/
c© Copyright 2005 Taylor & Francis
First published in International Journal for Academic Development
10(1):pp. 47-57.
Notice: Changes introduced as a result of publishing processes such as
copy-editing and formatting may not be reflected in this document. For a
definitive version of this work, please refer to the published source:
http://dx.doi.org/10.1080/13601440500099993
International Journal for Academic Development.   Vol. 10, No. 1, May 2005, pp. 47–57  
 
 
Relevance, Challenge  and Motivation: The ingredients of a novel managerial development 
program 
 
Gail Hart
a
*, Gaynor Austen
b
, Tom Cochrane
b
, Robyn Daniel
b
, Neil 
Thelander
b
, and Robyn Tweedale
b
 
 
aRMIT University, Australia; bQueensland University of Technology, Australia 
 
 
The Division of Information and Academic Services (DIAS)  is a large service division (over  400 staff) 
at Queensland University of Technology (QUT). In 2002 it supported a novel one-month rotation of roles 
by the three department directors. The rotation was conceived as an important professional 
development opportu- nity for each of the directors and by example, to other divisional staff. It was also 
designed to fast track a more collaborative culture across the  Division and identify opportunities for 
improved services. The three-way nature of the exchange created a particular tension and a unique 
learning opportunity. Each director simulta- neously played the role of novice manager, critical friend and 
reflective observer. The learning opportunity was relevant because it was contained within the one 
institutional culture. It was challenging because it demanded a shift in professional perspective, and 
motivating because it fostered a collegial working environment where change was welcomed, supported 
and reinforced. Overall, the directors and the staff viewed the rotation posi- tively. Each director gained a 
better understanding of the operations the other departments either through direct engagement in a 
“host” department or by inclusion in three-way director debriefing sessions. The initia- tive was 
evaluated using a third party process to gather feedback from the staff involved. Some important 
opportunities for collaboration have been identified and implemented. All three directors have emerged 
from the experience feeling better able to seek and offer advice about management and organizational 
issues. There is greater empathy for the challenges inherent in each of the departments and a greater 
willingness and confi- dence to accept a divisional responsibility for complex cross-departmental 
projects. Increasingly, there is a collective and shared understanding of how to get things done across 
the organization. Most importantly, it suggests a novel model of academic development that has the 
potential for broader application. 
 
La Division  of information and Academic Services (DIAS)  constitue un vaste service (plus de 400 
employés) de la Queensland University of Technology (QUT). En 2002, elle a mis en place une nouvelle 
rotation mensuelle en qui a trait au rôle des trois directeurs de départmant La rotation était conçue 
comme une opportante de développment professionnel pour chacun des directeurs et, à titre 
d’exemple, pour les autres membres du personnel de la division. Elle visait aussi  à accélérer la mise en 
place d’une culture davantage collaborative dans l’ensemble de la division, en plus d’identifier des 
opportunités pour ameéliorer les services. La nature tridimensionnelle du changement a ceéé une 
opportunité d’apprentissage unique et fut  paticulièrement pertinente parce qu’elle avait lieu à 
l’intérieur d’une culture institutionalle. Chaque directeur jouait simul- tanément le rôle d’apprenti-
gestionnaire, d’ami critique et d’observateur réflexif. L’initiative a été évaluée par l’entremise d’un 
processus impliquant des   tierces parties de façon à recueillir des informations auprès du personnel 
impliqué. Les trois directeurs sont ressortis de l’expérience avec une plus grande empathie en ce qui a 
trait aux  défis inhérents à chacun des départments, ainsi qu’une plus grande volonté et confiance 
relativement à  leur attribution de  responsabilités divisionnelles pour  des  projets  inter-
départementaux complexes. De plus en plus, il existe une compréhension collective et  partagée des 
dimensions relatives à l’accomplissement de  certaines tâches ausein de  l’organisation. De  façon 
importante, ceci  suggère un nouveau modèle de développement académique, lequel a un potentiel 
correspondant à des applications plus vastes. 
 
 
 
 
 
 
 
Introduction 
 
The Division of Information and Academic Services (DIAS)  includes three departments: Information 
Technology Services (ITS), the Library, and the Teaching and Learning Support Services (TALSS), that 
collaboratively support the academic life of Queensland University of Technology’s (QUT) students and 
staff. It is a dynamic area that has responsibility for encouraging and supporting the deployment of 
new teaching and learning strategies, new technologies and new ways of managing information in the 
University. The three separate departments, by necessity, have become increasingly convergent in 
their activities. A key theme and challenge for the division has been integration. It is important that 
students and staff experience a seamless delivery of services that is not fractured by departmental 
bound- aries. Some universities have engaged in radical restructuring of these services (recent exam- ples 
include Birmingham and Nottingham in the UK,  Newcastle and Griffith in Australia), but  at  QUT  there 
has been an explicit recognition that the main issues to  be  tackled are cultural as much as 
structural in the rapidly developing environments within which these services   operate.  The   division,  
therefore,  has  sought  to   aggressively pursue  greater collaboration  across departments. For  
example its annual planning in 2001  was designed around the question, “Working together, can we do 
it better?” The posing of that question led to the novel suggestion of a one-month exchange of roles by 
the three department directors. This  process  involved simultaneous rotation of  roles among the 
three,  as  illustrated in Figure 1  below.  The  exchange was  conceived as an important professional 
development opportunity for each of the directors and by example, to other divisional staff. 
 
 
 
Background 
 
Most professional development opportunities at management level are limited to intensive residential 
programs that have high immediate impact on the individual but limited flow on effects to the wider 
organization in which they work. They can be costly and may have little direct relevance to the day-to-
day  role of the participant. At best they are motivational. Participants return to their organization 
with ideas about potential service improvements but their enthusiasm can be quickly dampened or 
diverted. Kilburg (2000,  pp. 75–76) suggests that companies can “spend a lot of money, realise some 
short-term gains, make some people unhappy and defensive and have no long-term impact (on 
productivity)”.  A review of some of the  literature in  leadership and  organizational development 
suggests that  alternative paradigms might have value in bringing about desirable change. 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Figure 1.    Three-way role rotation of Directors within QUT 
 
 
For example, Hogan, Curphy and Hogan (1994)  note that it is not unusual for up to 50% of executives 
to become “derailed”  and fail to advance in their careers. This high percentage suggests a proportionate 
failure on the part of organizations to ensure that managers perform capably in their current role and are 
well prepared for career success. It highlights the limita- tions  of conventional management development 
programs to adequately prepare managers for the  complexity and unpredictability of individual and 
collective human behavior within organizations. 
 
Burgoyne and Reynolds (1997),   similarly, make the case for a focus on management learning 
rather than management development. They introduce the concept of “situated social learning” and 
acknowledge that much management learning is grounded in practice. In the complex system of work and 
learning many planned but unrelated activities contribute to a wider  unplanned collective learning 
process. At the core of situated social learning is a community  of practice marked by asymmetrical 
power relations between old timers and newcomers and experienced as apprenticeship learning. Most 
managers learn to manage “on the job”  in tacit,  culturally embedded ways through work practices 
within organizational groups. In contrast, traditional management development, like “schooling”, 
produces “people who are able to talk about practice rather than belong to a community of practice 
(know-what without know how)” (Burgoyne & Reynolds, 1997, p. 30). 
 
Middlehurst (1999)  in her analysis of the changing realities for leadership in higher educa- tion 
identifies that the ability to ask the right questions in a timely manner is an important leadership task. 
There is a danger however, that a work environment can become so familiar and  comfortable that a 
manager loses sight of the need to ask questions. The leadership capabilities that Middlehurst (1999,  
p. 318)  considers critical include “a  capacity to utilize the knowledge, experience and ideas developed 
in all parts of the organization and in linked networks of contacts (and) the development of a culture of 
experimentation, risk taking and reward for innovation.” Brown (2001, p. 313) argues that “academic 
leadership development could build leadership capacities deep within the organization by paying greater 
attention to 
 
 
people and process and more consciously practicing the principles of effective leadership”. She 
suggests that intense introspection and finding one’s own voice are important elements of leadership 
development. 
 
Action learning suggests an alternative to the authority of orthodox management theory by focusing on 
the relevance of workplace learning and giving attention to the embodied charac- ter of practice. It begins 
with the experience and problems of the learners and explores differ- ent perspectives for making sense 
of their experiences and addressing their problems (Grey, Knights, & Willmott, 1996).  Organisations 
learn through the learning of the individuals they employ and the development of a shared understanding 
of the ways to interact and communi- cate effectively.  The learning process and the development of a 
“shared understanding” is unlikely to be stress-free for either the individual or the collective. Heifetz 
(2001)  views lead- ership in terms of adaptive work. He suggests that exposure to conflict, internal 
contradictions and “sustained periods of disequilibrium” provide the necessary motivation to change 
values, beliefs and behavior (p.  35).  Marsick (2000)  outlines three strategies to enhance organiza- 
tional learning—critical reflection, collaboration and social capital. Critical reflection exam- ines  the  
tacit  learning  from  experience and  makes explicit the  underlying values and assumptions. Through 
group learning (collaboration) team members come to acknowledge new perspectives that may 
challenge their original viewpoints. Importantly, there needs to be high level of trust and a core of shared 
values (social capital) to underpin critical reflection, collaboration and effective communication. 
 
A target for continuous organizational and individual learning is to foster learning 
communities. These are organizational and group environments in which members share 
information and ideas, and develop a sense of self-mastery and empowerment from modeling 
and observing others. The group members develop a better sense of their own self-efficacy in 
the face of difficult problems and conflicts. These coping behaviors are built on mutual 
understanding, frequent communication and continuously learning new skills to deal with life’s 
challenges. (London, 2002, p. 250) 
 
A common criticism of conventional management development is the lack of a strong link to the broader 
organizational strategy. “While the idea of the ‘strategic’ importance of learning, capabilities, 
competencies and knowledge is currently popular, the evidence concerning effec- tive  linkage between 
business strategy and training and development remains rather weak” (Thomson, Mabey, Story, Gray, 
& Iles, 2001,  p. 109).  With attention to the strengths and limitations of the theoretical paradigms 
discussed above the following “experiment” in role rotation at QUT  was designed as a situated learning 
experience supported by and contribut- ing  to a collaborative community of practice. The  
professional development strategy was strongly linked to the organizational goals of the division, and 
specifically addressed the learn- ing needs of three key managers. It adopted a critically reflective action 
learning process, was designed to be cost effective, have a long term and sustained impact on the wider 
organization and model a level of trust and risk taking characteristic of a learning organization. 
 
 
 
The QUT Role Rotation 
 
Our “experiment” was grounded in the “triple loop” learning process described by Kilburg (2000,  p. 
76),  in which Learning in action (single loop) is the ability to be self aware as one performs a task 
(relevance). Reflection on learning in action (double loop) is an awareness of the 
 alternative approaches available to perform a task (challenge). Finally, reflection on reflection on learning in 
action (triple loop) suggests an understanding of the nature and extent to which unconscious forces 
shape behavior for individuals, groups and organizations (motivation). Kilburg (2000, p. 76) provides a 
helpful visual representation of the impact of the rotation on the individuals, the group and the wider 
organization. 
 
The leadership rotation at QUT  was a powerful symbol of executive support for a greater integration 
of services across the division, and indicated a willingness to engage in behaviors that fostered change. 
During the role exchange the directors undertook to work in an unfamil- iar environment; accepted an 
element of organizational risk and contributed to and partici- pated in a process of peer review. The 
exchange was organized as a three-way rotation. It was encouraged and facilitated by the Head of 
Division who organized divisional announcements and supported evaluation activities, as well as securing 
the prior endorsement of the university Vice Chancellor and Director of Human Resources. 
The objectives of the director’s role exchange were to: 
 
●    Signal  the importance of a collaborative culture across the division. 
●    Support a relevant, challenging and motivational professional development opportunity for 
departmental managers. 
●    Identify opportunities for improved services. 
●    Strengthen a community of practice and a shared sense of responsibility at divisional level 
for departmental issues. 
 
After ensuring that the proposed program complied with the University human resources and industrial 
relations policies, some ground rules were agreed. The directors agreed to: 
 
●    brief the incoming director and continuing associate directors; 
●    meet weekly to discuss issues and insights; 
●   encourage  the three personal assistants to discuss and share the preferred work practices of 
the directors; 
●    keep a reflective journal of the learning experience; and 
●    contribute to a debriefing session at the conclusion of the program. 
 
It was acknowledged that there were some organizational risks associated with the rotation. For  
example, there would be extra strain placed on the associate directors each of whom continued  in  
their  substantive  positions  within  their  own  departments and  adopted  a mentoring role with the 
newcomer. This was offset however by the opportunity for associate directors to strengthen 
relationships with the visiting director. Some of the director’s roles were linked to specialist areas of 
expertise not necessarily linked to their role. It was there- fore  agreed that the incoming director 
would not accept all of the professional/specialist external activities of the incumbent. Finally, the risk 
of decision making in an unfamiliar area was  minimized by the availability of the regular director and 
professional staff. Divisional staff and  senior staff across the university were notified of objectives 
and duration of the rotation.  Regular meetings were held as usual with the divisional head who also 
provided continuity, feedback and advice. 
 
A research assistant interviewed each of the three directors twice. During the first week they were  
questioned about  the objectives of the exchange, their initial impressions and any 
perceived barriers or challenges to success. At the conclusion of the exchange the directors were 
interviewed about the achievement of objectives, barriers to success, potential for further exchange 
arrangements and opportunities for collaboration. Each interview was recorded and transcribed. The 
research assistant also attended the management meeting of each of the three departments (while the 
director was absent) to conduct a focus group to determine the managers’ opinion of the outcomes, 
benefits and issues associated with the exchange process. The  focus  groups were not recorded but  
detailed notes were taken.  Written  and email comments from the managers and personal assistants 
were also invited. 
 
The directors did not have uniform management experience prior to the rotation. The Director of 
ITS  had a strong background of management within industry and the public sector but relatively 
limited experience within higher education. The Director of TALSS  had  a  strong academic background 
but limited line management experience. The Director of the  Library had extensive management 
experience in higher education but that experi- ence was  limited to  the management of  library 
services.  The  Director,  ITS  moved to TALSS, the  Director,  TALSS   moved to the Library, and the 
Director,  Library Services moved to ITS  for  the month of March 2002.  Each director brought a fresh 
perspective to their new role. 
 
 
Dislocations and Differences 
 
The physical dislocation of the role exchange was disorientating. Each of the directors had to adapt  to a 
different office and a new personal assistant.  Some of the taken for granted processes for managing 
time, information and resources differed between the three directors. For example, the Director of ITS 
did not keep a paper based filing system, was not co-located with  associate directors and  met with 
direct  reports for 30  minutes every fortnight. In contrast, the Director Library Services relied on a 
paper based filing system, had ready access to the associate directors in nearby offices and met with the 
branch library managers for 90 minutes each month. The Director of TALSS  maintained an action sheet 
to summarize the outcomes of  fortnightly management meetings; the Director of ITS  had the support 
of an administrative officer to record the minutes and actions of management meeting; and in the 
Library the managers shared responsibility for making notes of weekly management meetings. The 
differences  in work practices created some lively discussion and individual reflection. The Director,  
Library  Services commented that “all the assumptions about the way things ‘should operate’ were 
called into question”. 
 
In preparation for the exchange it was difficult to clearly distinguish what professional responsibilities 
were linked to the individual rather than the role. Consequently, none of the directors was able to focus 
exclusively on the managerial role of their “host”  department. Each carried an additional responsibility 
for some professional commitments. For at least one of the directors it was difficult to “let go” of 
responsibilities in the “home”  department, while for another it  was  difficult to  forgo the social 
support of close colleagues in the “home”  department.  Some  staff perceived that  they were  
doubly accountable for their actions during the period of the rotation and some clients expressed 
surprise at the role exchange and declined to meet with the acting director. Most however, accepted 
the situation, expressed interest in the concept and were happy to discuss their issues with the acting 
director. 
 
New Learning and Understandings 
 
To understand the issues in a new environment it was important to listen more and acknowl- edge the 
expertise of others. In each department, the acknowledgement and interest of the new  director was 
encouraging to the staff. One staff member commented that the need to provide an explanation of 
“how things work around here” to the new director helped the staff member to crystallise the issues. 
One of the directors identified “listening with intent” as an approach to continue even when returned to 
the familiarity of the “home” department. 
 
The directors also needed to quickly establish good working relationships with key staff in the “host”  
department. To an extent those relationships once established have been sustained beyond the scope of 
the rotation. For example, the associate directors played an important and  supportive role in briefing 
the acting directors about issues, professional alliances and commitments. The Director of TALSS  and 
one of the associate directors in the Library have continued that relationship through a formalized mutual 
mentoring role, while the Director of ITS  has developed and sustained a mentoring relationship with one 
of the TALSS  section managers. It is those ongoing relationships that may prove to be most effective as 
the catalyst for enduring change in the culture of the division. Since the rotation, the Associate Director in 
TALSS has accepted a one-month secondment to the Library to cover a key area of responsi- bility during  
the absence of a senior staff member. Although not replicating the three way rotation, further  cross-
departmental secondments continue to signal the strong divisional commitment to collaborative 
initiatives. 
 
Each of the directors was able to identify some opportunities for collaboration between their “host”  
and “home”  departments. For example, the Director of TALSS  suggested that the Associate Director 
of the Library become a member of the online teaching (OLT) Steering Committee.  This  has facilitated 
a more collaborative approach to  the development and expansion of online teaching and the course 
material database (CMD). The Director, Library Services volunteered one library branch as a pilot site 
for the ITS  wireless initiatives. On a more general level the acting director urged the library managers to 
take a more proactive role in  the leadership of relevant university issues. While the directors learned 
about the host department and were able to identify opportunities for collaboration across the division, 
the most  significant learning occurred on a personal level. The directors learned a lot about 
themselves and each other through the rotation. For example, one of the directors reflected: 
 
I re-learned the importance of listening. In the new department I quickly lost the thread of 
discus- sion if my concentration wavered even briefly. The staff noticed and commented on my 
‘attentive- ness’. It made them feel valued. I realized that I rarely listened that intently to the 
staff in my home department. I resolved to listen with intent—to better acknowledge the 
perspectives of others even when I imagined I understood the issue. 
 
As another extension of the project the three directors have agreed to meet for a monthly luncheon 
and continue their role as “critical friends” to one another. 
 
The directors were forced to reflect on, understand and articulate their perceptions of their role as a 
manager. In a word, the preferred approach (O’Neill, 2000) for the Manager of ITS was “coaching”,  for 
the Director of TALSS, “facilitative” and for the Director of the Library, “consultative”.  To some extent 
these management “styles” reflected the personal values and nature of the manager, but at the same 
time they also reflected the culture and nature of the “home”  department. Consultation is an effective 
approach when working with a group of 
experienced professional librarians. Facilitation is an appropriate strategy for integrating a diverse set 
of support services within teaching programs. Coaching is a relevant approach for providing leadership to 
a workforce that is relatively inexperienced and faced with multiple, new  and challenging projects. 
Within the different departments, one staff member reacted against a perceived change from a 
consultative/facilitative management style to a more direc- tive approach  and another recognised the 
opportunity for personal development through observing and reflecting on the management style of a 
different director. Overall, most staff were positive about the opportunity to experience a different 
approach at the director level, with one personal assistant commenting: 
 
I found it gave me quite a boost to know that I could adjust and cope so easily to a totally 
new person and a totally different way of dealing with the day to day chores. 
 
The  experience of  working in  the  “host”   department and  observing another directors approach in 
a “home” department created an opportunity to discuss and make explicit those differences in approach. 
The Director of TALSS  reflected: 
 
I think I am still operating in TALSS  from an academic perspective rather than a pure manage- 
ment perspective. I enjoy the ‘doing’ (research, writing, teaching) as well as the ‘directing’ 
(manag- ing and coaching others). I am not sure that I am able or willing to change this but I 
can see the limitations of my approach. 
 
 
Conclusions 
 
Overall, the directors and the staff viewed the rotation positively. Some argued that the rotation 
was too short and would be more meaningful if extended for a longer period of three months. Others 
thought that one month was long enough time and acknowledged that there was a tendency to defer the 
“real issues” for the return of the “real director”.  Each director gained a better understanding of the 
operations the other departments either through direct engagement in a “host”  department or by 
inclusion in three-way director debriefing sessions. Some important opportunities for collaboration have 
been identified and implemented and some cross-departmental relationships formed through the 
rotation have been sustained and will support on-going collaboration. For example, in the preparation 
for, and process of the role exchange, the three personal assistants worked closely together. These 
examples consti- tute “single loop learning” and are opportunities for incremental improvements. They 
form an important and on-going communication link between the departments. Everyone agrees 
however, that the most significant benefits relate to the directors. 
 
The three-way nature of the exchange created a particular tension and a unique learning 
opportunity. Each director simultaneously played the role of novice manager, critical friend and reflective 
observer. It was anxiety-provoking to be in a new area but also tempting to make quick judgments about 
existing policies and practices. As one of the directors commented: 
 
After one week we thought we knew what was wrong with the new area, after two  
weeks we thought we knew how to fix it, after three weeks we realized that the problems 
and subsequent resolutions were more complex than we had initially thought. 
 
It was also challenging to have one’s area exposed to the scrutiny of another but also difficult to “let go” 
of familiar responsibilities. It was insightful to observe the interchange between managers as they 
shared and responded to observations about their areas. This created three opportunities for learning: 
action learning in a new area, peer review from a colleague and reflection on the learning and insights 
of others. The weekly meetings of the three directors maximized these opportunities and provided an 
impetus for an ongoing community of prac- tice. This constituted “double loop learning”, the result of 
reflection on learning, and contrib- uted to revised strategies for interacting and communicating effectively. 
All three directors have emerged from the experience feeling better able to seek and offer advice 
about management and organizational issues. It created improved self-confidence in the ability to lead 
in an unfamiliar context and caused each director to have greater empathy for the challenges inherent in 
each of the departments. In addition, all three now have greater willingness and confidence to accept a 
divisional responsibility for complex cross-departmen- tal projects. Increasingly, there is a collective and 
shared understanding of how to get things done across the organization. This learning exemplified “triple 
loop learning” as it signaled a new form of divisional culture, an altered identity as a group and an 
empowered sense of rela- tionship with the wider organization. For example the three department heads, 
as members of the divisional executive, have cited stronger organizational leadership as a collective 
contribu- tion to the wider university strategic direction. As a professional development opportunity the 
directors overwhelmingly appreciated the opportunity to stretch their own management skills and to 
reflect on other ways of operating with a view to improving personal style. The role exchange  provided  
a high-impact, hands-on professional development opportunity for the directors with very little direct 
cost to the university. 
 
The approach suggests a model for academic and management development within univer- sities. The 
most obvious application is in the professional development of heads of schools and  departments 
where successful leadership is often more dependent on a sound under- standing  of organizational 
culture rather than in-depth discipline or professional expertise. Conventional   management 
development  is  often  specialized  ignoring the  reality  that academic managers increasingly require 
very broad knowledge and skills (Crowther & Carter, 2002).  By facilitating learning in a different context 
but familiar institutional culture the rele- vance of the learning is never in doubt.  The exchange 
experience required participants to think  and act outside the parameters of their discipline and 
professional expertise. Most importantly, the approach links individual and organizational development 
by contributing to organizational change that will be enduring, stronger and more appropriate for the 
institution. At  QUT  each of the directors extended their professional and collegial network within the 
new  department and a higher level of trust and understanding was fostered. When they returned to 
their “home”  department they retained this extended network. Both the under- standing of a different 
context and the personal contacts made it easier to design and imple- ment collaborative initiatives. 
 
It  suggests a  strategy that  is  particularly relevant to  academic and  or  administrative managers 
who have been locked into a familiar role. It offers a form of personal renewal that is  less threatening 
than a career move. At the same time it provides a challenging learning environment that allows an 
experienced manager or academic leader to “test”  their leader- ship  skills in a new context. The  
experience encouraged the participants to engage with colleagues  in critical conversations. This critical 
reflection in collaboration with others was challenging, resulting in some discomfort and dissonance. 
For this reason it is important to ensure  personal  “buy-in”  from  all  involved.  Nevertheless,  the  
exchange aspect  of  the approach  fosters  an  ongoing relationship between  peers  who  have  
accepted  a  similar challenge and who can provide the support and motivation to follow through on 
shared initiatives beyond the life of the exchange. 
 
Overall, the executive team agreed that the benefits of the rotation outweighed the anxiety and 
difficulties experienced by the participants. The learning was highly relevant and directly linked to 
organizational strategy. The “experiment” provided both personal and professional challenge.  Most 
importantly the improved understanding of issues and enhanced empathy between the three directors 
ensured greater motivation for collaborative initiatives across the departments. 
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